Introduction
Labour is an important and infact, indispensable factor of production. A business firm employs workers to do several types of job. The use of labour is quite prevalent in the business operations whether it is production of goods and services or trading. A hundred percentage automation of any firm is rather impossible. At least, men would be required to press the bottons if the firm uses computers to control operations of its business. Labour is thus an unavoidable input in production process. Considering the important of labour input, it will be quite natural for a firm to lay emphasis on its efficient utilization. The firm spends moneys on employment of labour, it will ensure that the gain from such employment is maximized. It is worth nothing that in the 1960s through 1970s, workers were more committed and the productivity level was highly improved. This situation arose from the fact that the little salaries paid to the worker by then, attracted very high value and the purchasing power of the money too, was high. While from early 1980s, there has been a downward trend in productivity and sloppy economic performance.
Commitment is therefore a major potential source of such gain. The employer must be sure that such employee who hates his/her job may not leave because there is nothing else that pays as well. He/she may become less committed to the job, and as such, labour productivity will be low. Dissatisfaction with work is the greatest factor that contributes to low labour productivity. When allowed to operate freely, job satisfaction can contribute substantially to labour effectiveness as well as productivity. A worker that is committed to his/her job will be punctual to work, avoid absenteeism, and show the willingness to exert considerable effort on behalf of its organization. Miner (1985 Miner ( , 1988 ) opined that there is strong relationship between workers" commitment and productivity. He stressed that high commitment is positively related to low absenteeism and high productivity.
With the advent of structural adjustment programme in 1986, the capacity utilization of the industrial organization had shrunk to an all time low level and this constitutes serious threat to the national economy. In some quarters, the reason has been attributed to declining motivation to worker, poor work attitude and bad work ethics. In some other quarters, the reason lies in government or employers insensitivity to workers concern and resultant deteriorating standard of living, incessant strike actions by labour/ trade unions. To reverse this ugly trend, organizations must address the people"s concern. Employers must restructure their human resource programmes with a view to placing higher premium on the development of workers" capability and the improvement of their quality of works life (Bassey; 1995) . This study therefore established the relationship between labour commitment and firm"s productivity, find the difference in the impact of female commitment and male commitment to work on productivity, examine the difference in the commitment to work of married and single employee and finally find the difference in the exhibition of commitment by junior and senior workers.
II.
Literature Review
Conceptual Framework
Most researchers of commitment treat the business firm as a unitarist organization, with one set of goals, values and beliefs to which all organizational members subscribe. It follows that the committed employee is someone who is committed to the whole organization, including upper management front-line supervisors and coworkers. Conversely, an uncommitted employee is someone who is not committed to anyone in the organization. Therefore, employee commitment is logically inseparable from organization commitment. Scholars have defined the concept of labour commitment in various ways. For instance, Buchanan (1974) draws together three elements of commitment: identification with the goals and values of the organization, involvement in work role and a sense of loyalty to the organization. According to Hall et al. (1970) "The process by which the goals of the organization and those of the individual become increasingly integrated or congruent" is commitment. Salancik (1977) said commitment is that "a state of being in which an individual become bound by his action and through these action to beliefs that sustain the activities of his own involvement". Mowday et.al in (1979) defined commitment in such a way "… The relative strength of an individual"s identification with and involvement in a particular organization". Scholl (1981) described "…a stabilizing force that acts to maintain behavioural direction when expectancy/equity conditions are not met and do not function." Allen & Mayer (1991) claim that commitment is "… a psychological state that bind the individual to the organization". According to the Meyer & Allen (1997) commitment "is a psychological state that characterizes the employees" relationship with the organization and has implication for the decision to continue membership in the organization."
From the above definitions, one can deduce the basic characteristics of labour commitment as follows: employees" strong desire to stay and to accept the organization"s major goals and values; His willingness to exert high level of effort on behalf of the organization and to have a high degree of loyalty and belongingness to the organization.
2.2
Theoretical Framework It is generally believed that both capital and labour are the major factor inputs. Notwithstanding, to ensure increase in productivity, other factors like commitment must be considered. Commitment is therefore a psychological term. In economic term, commitment simply means efficiency of labour. Ghosal and Ghosh (1964) stated that an increase in production is not necessarily accompanied by an increase in productivity; indeed, sometimes the reverse is the case. A conclusion about productivity cannot, therefore, be reached without considering the changes in inputs that are require to improve output. Production is the creation of wealth which in turn adds to society"s welfare. It is a vital link in the process of satisfying human wants, and thus requires that scarce resources be used efficiently in order to create the maximum possible welfare. Labour commitment is a way of utilizing the factors (labour) efficiently. Utilizing factors of production efficiently to produce more output is referred to as "Total Factor productivity" (TFP). Total Factor Productivity explains the residual output that cannot be accounted for by traditional factor inputs of labour and capital. The unexplained portion has been attributable to as efficiency (Lowery et al; or commitment in terms of labour. Solow (1957) and Denison (1962) in their studies concluded that it is the human factor, in the form of better organization, professional skills and technical knowledge, which accounts for the residual output. Denison (1962) (2000) view commitment as the study of dynamics of human behavior and that commitments have the components which are cognitive, emotional and action. Commitment to work is a complex cognitive process, but can be characteristic in tree ways; i.
It tends to persist unless something is to done to change it. ii.
It falls anywhere along a continuum from very favorable to very unfavorable. iii.
It is directed towards some aspect of the job about which a worker has feelings and beliefs. The cognitive component thereby consists of beliefs, values, and information the worker has about the job (e.g "my job needs responsibility"). The emotional component includes the worker"s feelings about the job. That the worker could have a positive, neutral or negative feeling (e.g "I like my job"). Therefore, the worker"s emotion about the job, influences his or her intended behavior, and the third component is behavioural which consists of a worker"s tendency to behave in a particular way when given a job or in the work environment. Generally, workers with commitments to work are likely to lead to improved productivity in an organization. When commitments to work decline, they may result in wild cat strikes, work slowdowns, absence and labour turnover. They may also be a part of grievance, low performance, poor product quality, workers theft and disciplinary problems. The organization costs associated with poor worker"s commitment may be astronomical. Favourable commitments to work are the products of effective behavioural management, the continuing process of building a supportive human climate in an organization. Commitment to work is very important because it helps to predict work behavior. It is thus obvious that a worker"s commitment to work will determine whether he or she is satisfied with his job or not and this ultimately will affect (either positively or negatively) his productivity. Therefore successful performance of a given job is a function of ability (skill, knowledge, technology), effort (needs, rewards, expectations), and opportunity (current situation, commitment and past performance).
1.3
Empirical Studies Series of research works had been carried out in this sector. This includes the work of: Francois and Roberts (2002) who were of the opinion that firm profits are determined not only by hiring and firing costs but also by the cost of effort i.e commitment of workers. This is because firms with high commitment capacity are able to extract additional effort from workers at a lower cost. And this increase in commitment power of workers allows firms to extract more rents from the employment relationship, by extracting more efforts at a lower cost. These additional rent serve to motivate innovation, and hence growth in productivity. However for an organization to achieve high level of productivity, the impact of labour commitment on firm"s productivity cannot be overemphasized. A firm cannot only make profits by hiring and firing of workers but also through the commitment of its workers. They made use of Cobb-Douglas production function to maximize the utility of the firm and they came out with a conclusion that firms who are able to credibly commit to longer terms of employment can extract effort more cheaply. This therefore can increase the incentive for investment in innovation. In an environment with incomplete contracting, this suggests that the introduction of labour market frictions may be able to enhance commitment capacity and as well yields another motivation for government intervention in the labour market. Also, if capital is complementary to effort, then this should also lead to greater capital accumulation when labour market relationships are governed by internal labour markets. Varsha and Monika (2012) employed survey method with the aid of organizational commitment questionnaire (OCQ) to identify the impact of employees" commitment on sustained productivity in Auto-component Industry in India (Denso). The result revealed that there existed a positive relationship between the three commitments-affective, continuance and normative commitment and sustained productivity of the organization. Aries and Rizqi (2013) adopted survey method with the aid of Structural Equation Modelling (SEM) to explain and empirically test the effect of attitude towards work, job satisfaction, and organizational commitment to the employee"s job "My job needs responsibility" "Job responsibility is needed" " I like my job" "I "m going to do my best"
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Intended behaviour performance at PT. X. The result showed that organizational commitment has a more significant effect to job satisfaction and employee"s job performance at PT. X than attitude towards work. Sarah et al. (2011) used Workplace and Employee Relation Survey (WERS) with the aid of Generalized Ordered Probit to explore the relationship between employee commitments, loyalty, firm performance and labour productivity at the firm level. The result indicated that employee commitment and loyalty are positively associated with higher levels of workplace performance and labour productivity. Pritchard et al. (2002) viewed productivity as fundamentally about how productive people are at work, clearly their skills, motivation and commitment. In addition, there is a whole host of reasons for the low productivity level, but with specific regard to the workplace, the problem seems to be one of uneven application of effective management techniques and training and development opportunities. Government has introduced a number of new arrangements, including tax incentives in order to encourage employee commitment and motivation through the use of employee shareholding, with the aim of improving productivity performance. Mitchell (1982) cited in Salawu and Adetayo (2000) , explained that motivation is the actual incentive provided by an organization to its personnel to aid or enhances productivity. The fact still remains the same that all personnel are expected to have some level of incentives to commit them in order to enhance their efficiency and effectiveness which will invariably lead to high productivity. In addition, a motivated person is always ready to act and assist the organization to be more productive and mostly motivation is concerned with why people do things or refrain from doing them. Akindele (1994) 0pined that employees should be motivated by the provision of social amenities such as work recess, free access to management, adequate health care programmes for self and family, equitable work, schedule and vacations. Hence, this study focuses on the role of motivation in enhancing productivity in the Nigerian Banking Industry. Mishra and Morrissey (1990) were of the opinion that poor manager-workers relationship brings about moral depreciation. Manager should create a motivational working environment that will result in productivity. Employees prefer working with a sensitive and democratic leader to aggressive and autocratic leader.
Also, there are pertinent, recent empirical studies on the subject of Nigeria"s industrial productivity. For instance; Udabah (2000) was of the view that high productivity in the industrial, agricultural and the services sectors is critical for rapid economic growth and development for a developing country like Nigeria. He also stated that such rapid growth would only be possible through an industrialization programme. In his own contribution, Anyanwu (2000) stated that there was a dearth of data on productivity levels in the Nigeria economy in general, and the manufacturing sector in particular. He, however, noted that the general downward trend in the sector"s output growth, its capacity utilization rate, and its share of the Gross Domestic Product (GDP) between 1981 and 1988, were all indicative of falling productivity. According to him, studies by Enisan and Akinlo (1996) have shown that only a few industries in Nigeria had experienced rising productivity during the period of 1981 and 1988.
Most of the works on this sector in Nigeria are mainly on the attitude and motivation of labour as they affect productivity. These works include those of Ajila (1997), Ajila (2000) and Salawu and Adetayo (2000). Their work is significantly different from this study, being that the main focus of this study is on the commitment of workers as it affects productivity in the various industries in Nigeria.
III.

Methodology
The methods adopted by this researcher in collecting the data are direct interviews, the use of questionnaire and observations. Inquiries were also made both directly and indirectly through some unusual questions to diverse groups within the firm.
Population, Sample and Sampling Technique
The population for this study covers all workers of Global Soap and Detergent Industries, Ilorin. In order to carry out an in-depth and comprehensive study, 100 respondents were randomly selected which was based on the stratified random sampling, such that workers are randomly selected from each of the 12 departments according to their respective population.
Instrument
The primary data was employed in gathering information from both the workers and the management. Interviews were also conducted with both the employers and the employees. The questionnaire consists of three sections. Sections A elicits Biometric information (Demographical data), while sections B and C contained structured items relating to the research questions that necessitated this research. The question comprises close ended and open ended questions.
3.3
Method of Analysis The data collected were analyzed using statistical tables, simple percentage and chi-square (x 2 ) was used in analyzing the research hypothesis. The chi-square (x 2 ) is a test used to determine if observed frequencies differ significantly from frequencies expected from an assumed model, since primary data is used in this research method where frequencies of responses will be used to analyse the questionnaires administered. Then, the above statistical technique becomes the suitable method of analysis. The chi-square is represented by the formula: 
IV. Results
Test of Hypotheses
This section aims at testing the hypotheses formulated. The significance of this test is to possibly validate the hypotheses that are found to be true and therefore accept them. On the other hand, those hypotheses that are untrue shall be rejected and hence unacceptable.
Hypothesis I Ho:
There is no significant impact of labour commitment on productivity. .773) , the result is thus significant. Hence, the null hypothesis that there is no significant impact of labour commitment on productivity is rejected. This implies that there is significant impact of labour commitment on productivity.
Hypothesis II Ho
There is no significant difference in the impact of male and female workers commitment on productivity. Source: Author"s computation 2013. As indicated in the table above the calculated chi-square (X 2 c ) is 100.00, the tabulated value at 0.05 significant level and 51 degree of freedom is 43.773. Since the X 2 c (100.000) is greater than the tabulated X 2 α (43.773). The test is statistically significant. The null hypothesis that there is no significant difference in the impact of male and female workers commitment on productivity is rejected. Therefore, there is significant difference in the impact of male and female workers commitment on productivity of the firm.
Hypothesis III Ho:
There is no significant difference in the impact of married and single employees" commitment to the productivity of the firm. Source: Author"s computation 2013. The table above shows that the calculated chi-square (X 2 c) is 77.045, the tabulated value at 0.05 level of significance and 28 degree of freedom is 41.337. Since the X 2 c (77.045) is greater than the tabulated X 2 α (41.337), the result is thus significant. The null hypothesis that there is no significant difference in the impact of married and single employees" commitment to the productivity of the firm is rejected. Thus, there is significant difference in the impact of married and single employees" commitment to the productivity of the firm.
Hypothesis IV Ho:
There is no significant difference in the impact of junior and senior employees to the productivity of the firm. Source: Author"s computation 2013. As revealed in the table above, the calculated chi-square (X 2 c ) is 42.612, the tabulated value at 0.05 level of significance and 14 degree of freedom is 23.685. Since the calculated value of 42.612 is greater than the tabulated value of 23.685, the result is thus statistically significant. Therefore, the null hypothesis that there is no significant difference in the impact of junior and senior employees" commitment to the productivity of the firm is rejected. This implies that there is significant difference in the impact of junior and senior employees" commitment to the productivity of the firm.
Discussion of Findings
Discussion on this study is based on the results arrived at from the analysis of data and hypotheses testing. From the results obtained, the first hypothesis was rejected (X 2 c = 696.105, X 2 α = 43.773). This suggests a significant positive impact or relationship between labour commitment and productivity. This finding agrees with the findings of Parasuraman and Alutto (1984), Reichers (1985) cited in Miner (1985) . In their findings, they emphasize that high commitment is positively related to low absenteeism and high productivity. They concluded that organizational commitment lessens the chances of labour turnover while at the same time providing a reservoir of potential energy on which organization can draw in times of crises and need. At such times, commitment should yield both better attendance and improved output (productivity).
The reason for the positive impact or relationship may be connected with the fact that employees" needs are reasonably well met and the workers often make themselves available in their working place as well as avoid the attitude of going on strike and work-to-rule. Another reason for the positive impact or relationship may be as a result of workers" feeling by considering themselves as belonging to the organization. Therefore, they are interested in productivity and as well what they can benefit from the system. The second hypothesis was rejected (X 2 c = 100.000, X 2 α = 43.773). The reason behind this fact is that though both male and female workers are subjected to some constraints. Male workers are subjected to only one constraint while the female workers are subjected to two different constraints. For the female workers, the two constraints subjected to, are organizational authority constraint and family responsibilities constraints. Due to this, they have to pay more time for their families than for the organization they work with and apart they have to abide by the head of family rules and regulations. But for the male workers, they are only subjected to organizational authority constraint. Also that the male workers are the bread winner of the family and there are some responsibilities they have to meet. To achieve these, they must be committed to the organization otherwise, they will lose their job and their responsibilities on their families will not be met. Based on this fact, male workers commitment is totally different from female workers commitment.
In testing the third hypothesis that married and single company"s employees will not exhibit significant difference in their commitment to work, the result showed a significant difference (X 2 c =77.045, X 2 α = 41.337), rejecting the null hypothesis. The reason for the significant difference might be due to the fact that there were more married employees in the study than single employees. One of the reasons that may be given for the significant difference in the commitment to work of married and single employees is that effective job performance of married employees may be hindered by family commitments. But generally, married workers tend to show maturity and faithfulness to their job due to the fact that they are always concerned about their family responsibilities and other obligations, which they have to meet. Besides, they also aware of unemployment problem and if they should lose their jobs because of lack of commitment, it will be difficult for them to secure another one and their responsibilities will be affected adversely.
The fourth hypothesis was rejected. The finding tends to show the fact that there is a statistically significant difference (X 2 c = 42.612, X 2 X 2 α =23.685) in the commitment to work of senior operative and junior operative workers. Truly, it is agreed that there is greater job satisfaction as people move up the hierarchy as said by Dalton et al (1980:49) cited in Ajila (2000) . But this finding showed that junior operative workers are more committed to work than senior operative workers being that with their lower level of job satisfaction, they will be aspiring for high level and the only means to achieve this is through high commitment to work. Also that the difference in the commitment to work between senior and junior operative workers was due to differences between the two groups in terms of their educational attainment, as adapted from Ajila (2000), mighty not be true. The reason for this is that securing or holding a higher position in an organization may be by chance and apart, some junior operative workers might possess more educational qualifications than their respective bosses, but were not opportune to secure a better offer because of unemployment problem rising in the country. Finally, senior operative workers always feel relaxed and satisfied with their positions in the organization, but junior operative workers are always struggle to get them promoted to a higher level through their efforts and commitment to the organization.
V. Policy Recommendations and Conclusion
Following the results of the analysis above, it is clearly shown that labour commitment has significant impact on firm"s productivity. Motivational factors, management styles have many effects on labour commitment. Good management involves workers to continue band exert high level of effort and readiness to work on behalf of the organization. However, from the result of data collected and interviewed given to the respondents, workers will not be committed to the organization if pay is not good. The commitment rate will be very low if the workers are not satisfied with the promotion system in the company and also the persistent delay in salary of the workers may lead to high rate of labour absenteeism, which will generate negative impact on the level of productivity.
Based on the above findings and observations, the researcher would like to make some recommendations, which will be very useful to the management of the Global Soap and Detergent Industries Limited, Ilorin and to other similar industries and these include: An organization can be viewed as a system made up of independent parts. It is the functions and maintenance and well-being of the organization as a whole which will invariable increase workers commitment to work. In essence, it is very pertinent that management must provide necessary incentives in the manner that will boost workers" morale to work harder and be more committed to their work.
Management should shelve away the idea of leadership styles who believes that productivity and profit are the goals of an enterprise without considering the plight of the workers rather they should try as much as possible to make sure that workers are credited for a job well done. And apart from giving workers more pay, their promotion must also be regular.
Also, management should try as much as possible to adopt a system of inter-personal relationship in their corporation. This is because it is only through this that workers can be committed, even more committed to work. On the contrary, if workers are not given the free hand to relate with one another, participate in decision making process, the work will be frustrating, boring and may eventually lead or result to low level of commitment to the organization.
The management of the company should therefore look into the area of salary and promotion of staff towards increased productivity in the organization. Not only this, but also that the management should intensify and further encourage training and re-training of their staff at all levels. The management should always ensure that whatever agreement reached with the union is met so that the cases of incessant strike will not always arise. To conclude this proffered solution, the words of Ouchi (1981) that "the working organization is the family and every worker should be treated as member genuinely accepted by the management as key factor in the organization". There should therefore be harmony between the goals of organization with the goals of employees through making sure that immediate needs are recognized, appreciated and identified. With this, job satisfaction, commitment to work and higher productivity will be achieved.
